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Introduction
The implementation of the tasks and governance influenced by leadership, organizational culture and motivation, which in turn will create job satisfaction and improve civil servants performance is a key part of the success of the government bureaucracy. Through the leadership and organizational culture supported by the capacity for good governance, the implementation of good governance will be realized, otherwise lack the capabilities of leadership is one of the low performance of bureaucracy in Indonesia (Istianto, 2009: 2) . Good governance issues the most prominent in the management of public administration today. Vociferous demands made by the people to the government for good governance held in line with the increasing knowledge of local communities with the influence of globalization demands openness. An old pattern of governance no longer relevant to society has changed. Especially the Act Number 22 of 1999 on local government that has been revised to law No. 32 Employee performance is the result of work in terms of quality, quantity and timeliness achieved by an employee in carrying out their duties in accordance with responsibility given to him that is not only influenced by the ability and expertise in working, but is also strongly influenced by the spirit of his (Mangkunegara, 2005: 9) . Employee performance is a combination of ability, effort, and opportunities that can be measured from the consequences resulting, so performance is not only about the personal characteristics of an employee, but rather the result of work has been and will be conducted by an employee.
Maros district technical working unit is a system that consists of various components that are associated with each other in carrying out their respective functions. Therefore, each of the components is of keeping each other for the implementation of its functions run smoothly and organizational objectives can be achieved. Improvement and development of human resources through the regional work units that exist within an organization has an important role in achieving their stated objectives Vision and Mission of Local Government. A technical working unit is a system that consists of several components that have their respective roles in accordance with its function. This system involves people working together to achieve the same goal.
Those components are interconnected and interact with each other in realizing the objectives of the organization. In carrying out their daily duties of employees are required to comply with employment regulations. Therefore, every organization needs to have a variety of conditions that must be adhered to by its members, the standards which must be met, and needs to be addressed in order to improve quality and employee satisfaction to the job. Civil Service serves as an element of the state apparatus that served to provide public services in a professional, fair and equitable in enforce tasks, Civil Servants have a decisive role in the success of achieving the goal, which is key in determining the success or whether the government in carrying out its authority. Maros technical working units which is one of the organizations of the Agency, the Department and the Office was instrumental in developing, improving quality and coordinate all public services in the community at the district level in accordance with the mandate of the Regional Regulation Maros No. 11 Year 2012 on Organization and Working Procedures Regional offices Scope of Maros government (Maros Regional Gazette of 2012 No. 11 ).
An employee is expected to play a role in creating a pattern of working procedures in carrying out official activities and be able to solve all problems related to Leadership, Organizational Culture, Motivation on Job Satisfaction and Performance of Regional Work Units in Maros district government sphere. But there are still quite a lot of gaps that are less fit with that, there are still some weaknesses shown by employees where they are less motivated to work. There is a lack of timely moment in the office, delaying work tasks, lack of discipline of time and could not take advantage of the good office facilities. This is what needs to get the attention of the managerial especially institutional leaders, as early as possible in order to prevent and seeks to improve the quality of human resource management that existed at the Maros technical working units.
Their employees are less concerned with what should be done and it is his responsibility, which should an employee who has a significant role in developing the potential to organize and establish the concept of maximum performance in service productivity which ultimately result in the fulfillment satisfied and unmet needs Maros technical working units function very strategic in realizing the implementation of the structure and governance in the running of leadership, organizational culture and work motivation to achieve job satisfaction and improved employee performance within the scope of the regional work units Maros district government. Therefore, efforts to increase of job satisfaction and civil servants performance at the local government unit worthy actual issues to improve the effectiveness of the implementation of the tasks and functions of the institution so that the employee's performance should be viewed as a cultural phenomenon that can be influenced by various factors.
From the internal point of employees in the Maros technical working units Gives an overview of the state of the Civil Service has a strong commitment to enhancing the professionalism of the Human Resources Administrative Regions in order to support the achievement of development goals regions. Commitment can be achieved through such employee performance, organizational authority, organizational structure, job descriptions, organizational functions, organizational planning, leadership, organizational culture, motivation, and other factors, such as monitoring, employee training and infrastructure adequate employee Reality shows that in the implementation of leadership, organizational culture and motivation can be factors that influence job satisfaction and employee performance on the Maros technical working units. The statement refers to the main elements of is leadership as leadership a determinant for success of all employees at the Maros technical working units.
Literature review and hypothesis development Leadership
Leadership is different from management. Management is concerned with things to cope with complexity. Good management can result in the discipline and consistency to draw up formal plans, designing a tight organizational structure and monitor the results through benchmarking against predetermined plans. Leadership, by contrast, deals with matters to cope with change. Leaders set the direction by developing a vision for the future, then communicating to everyone and inspire these people in the face of all odds. Strong leadership and strong management is an important factor for optimizing the effectiveness of the organization (Robbins, 2006: 421) .
Leadership is the ability to influence a group toward achievement of goals (Robbins, 2006: 432) . In carrying out the process of leadership are usually individuals who do that are required to have the soul of a leader as a human person. The leader is a person who has the skills and strengths in one area, so he was able to influence others to jointly undertake certain activities in order to achieve one or more goals. Indicators used as a measurement of leadership, including: (1) instruction, (2) consulting, (3) participation, and (4) delegations (Kartono, 2001: 33) .
Some previous research provides evidence that leadership is a significant and positive effect on employee job satisfaction (Suryana et al., 2009; Omar, WW, 2013; Belias & Koustelios, 2014; Indra Hidayatullah, 2014) . Other causality, based on previous research findings prove that the leadership has a positive effect on employee performance (Thoyib, A., 2005; Nur Azlina, 2007; Kistoyo 2008; Handri Wahyuni, 2008; Sukardi, 2009; Suryana et al., 2009; Abbas & Yaqoob, 2009; Twelve, J, 2013) .The findings were obtained denials from other researchers that leadership is not significant effect on employee performance (Putu Sunarcaya, 2008) . Based on this evidence, and then formulated the hypothesis, as follows:
Leadership has a positive and significant impact on employees job satisfaction H 1b : Leadership is a positive and significant impact on employee performance
Organizational Culture
Organizational culture is a set of assumptions or system of beliefs, values, and norms developed within the organization guiding the behavior of its members to overcome the problem of external adaptation and internal (Mangkunegara, 2000: 113) . Organizational culture is a shared system of every member of the organization, which is done in a different way in each organization.
Organizational culture can provide guidelines for an employee about how he can perceive the characteristics of the organizational culture, values required of employees in work, interact with groups, systems and administration, as well as how to interact with your boss. Measurement of organizational culture in this study are described through; (1) innovation and risk taking, (2) accuracy, (3) results orientation, (4) human orientation, (5) organization and team, (6) aggressiveness, and (7) the stability (Soedjono, 2005) . Some previous research findings, that the organizational culture has a positive and significant impact on job satisfaction (Soedjono, 2005; Abdullah, 2006) . Influences among other variables constructed in this study, based on previous research findings prove that organizational culture influence on employee performance (Ma'rifah, D., 2004; Thoyib, A., 2005; Soedjono, 2005; Abdullah, 2006; Tjahjono, BN 2006) . Based on this evidence, and then formulated the hypothesis, as follows:
Organizational culture is a positive and significant effect on employee job satisfaction H 2b : Organizational culture has a positive and significant effect on employee performance.
Work motivation
Motive is defined as an inclination to move, starting from a boost in self and ends with adjustment (Sperling, 1987) . Motive is a requirement that stimulated goal-oriented individuals in achieving a sense of satisfaction (William J. Stanton, 1981) . Luthans (2002) asserts that motivation is a process that generates, encourage, direct, and sustain behavior and performance, that is to say, it is the process of stimulating people to act and to perform a desired task. One way to motivate individuals can do to make workers more satisfied so that workers have a commitment to their work.
Motivation is the willingness to use high-level effort in support of the achievement of organizational goals, which by conditioning your business's ability to meet the multiple needs of the individual. There are three (3) important elements namely; business, goals and needs. An element of the business is the intensity measurement. Effort directed towards and consistent with organizational objectives is a type of business that should be sought, and the motivation is the process of fulfillment. This variable is measured by several indicators, including: (1) Level of career, (2) work environment, (3) Motivation from within, (4) responsibility, (5) opportunities, and (6) space to develop you (Robbins, 2001 ).
Empirical facts provide evidence that motivation has a positive and significant effect on job satisfaction (Suryana et al. 2009; Arifin et al., 2015; Juniantara & Riana, 2016) . Other causality built in this study provide evidence that work motivation has a positive effect on employee performance (Ma'rifah, D., 2004; Tjahjono, BN, 2006; Faith S., 2007; Nur Azlina, 2007; Putu Sunarcaya 2008; Handri Wahyuni 2008; Sukardi, 2009; Suryana et al., 2009; Prihantoro, A., 2012; Juniantara & Riana, 2016; Murgianto et al., 2016) . Based on this evidence, and then formulated the hypothesis, as follows:
Work motivation has a positive and significant effect on employee job satisfaction. H 3b : Work Motivation has a positive and significant effect on employee performance
Job Satisfaction
Job satisfaction is a positive attitude toward work in a person. Basically the job satisfaction is an individual thing. Each individual will have a level of satisfaction varies according to the value system that applies to him. Usually people will feel satisfied with the work that has been or is being executed, if what is done is considered to have met the expectations, in line with the objective to work.
Job satisfaction is an emotional state that is pleasant or unpleasant which employees view their work. Job satisfaction is a reflection of the feelings of workers to work. This is evident in a positive attitude towards work facing workers and the environment. Conversely, a disgruntled employee will act negatively toward work and form different from one another. Employee dissatisfaction should be detected by the company (Handoko, 1992: 193) . Factors -factors that can be used as an indication of declining job satisfaction is absenteeism, turnover, and job performance (Muchinsky, 1997; 424) . Similar stated that the level of employee satisfaction due to the high level of absenteeism, high employee turnover, a decline in labor productivity or employee performance. If the indications of the decline in employee satisfaction rise to the surface, then it should be immediately addressed so as not to harm the organization (As'ad, 1995; 103) . Measurement of job satisfaction develop measurement of Celluci & David (1978) , which consists of: (1) salaries, (2) working conditions, (3) co-workers, (4) challenge, (5) promotion, (6) the supervisor, and (7) the job itself Some previous research findings, providing evidence that job satisfaction is positive and significant effect on employee performance (Jati, SP, & Darmawan, D., 2005; Abdullah, 2006; Syaiin, S., 2008; Suryana et al., 2009; Asteria Putri & Latrini, 2013; Arifin et al., 2015; Juniantara & Riana, 2016) . Based on this evidence, and then formulated the hypothesis, as follows:
job satisfaction has a positive and significant effect on employee performance
Employee Performance
Basically performance can be understood as the result of work that can be achieved by a person or group of people within an organization in accordance with the authority and responsibilities of each, in order to achieve the goals of the organization in question legally, does not violate the law, and in accordance with moral and ethical. Performance is defined as the combined behavior of the achievements of what is expected and the choice or part of the terms of the task on each individual in the organization (Walker, 2007) . Performance is expressed as a result of the quality and quantity of work that can be accomplished by an employee in accordance with the responsibility of carrying out the task assigned to him (Mangkunegara, 2000) . Employee performance measurement indicators developed using measurable indicators of Tsui et al. (1997) , namely: (1) discipline and attendance, (2) professionalism, (3) the quantity, (4) responsibility, (5) electivity, (6) tenacity, (7) cooperation, and (8) concern.
Some previous researchers put job satisfaction as an intervening variable in analyzing the influence of leadership, organizational culture and work motivation on individual performance, that leadership is a positive influence on job satisfaction extra role performance (Yun,S. et al., 2007; Omar, WW, 2013) , Organizational culture significantly influence organizational performance through satisfaction (Soedjono, 2005) . Job satisfaction plays a role as a mediating variable in analyzing the effect of work motivation on performance (Murgianto et al., 2016) . Based on this evidence, and then formulated the hypothesis, as follows:
H 5a : Leadership has a positive effect on performance through employee satisfaction H 5b : Organizational culture has a positive effect on performance through employee job satisfaction H 5c : Work motivation has a positive effect on performance through employee satisfaction
Results

Respondents
Explanation of the characteristics of the respondents used to describe a description of the identity of respondents by sample set. The characteristics of respondents pliers used include: Age, Gender. Marital status, education level and job type and income respondents each month, for it can be shown as follows: The table explains that based on gender, respondents dominated by women is as much as 52.2%. This suggests that the ability to provide quality service to the community at the Maros technical working units tends to do better when done by women. Based on the age level, the respondents in the dominance of the age range from 35.1 until 45 years, it is clear that civil servants are at a very mature age range so that the respondents have the ability to think and act well in providing quality service to the community. The education level of respondents was dominated by civil servants with a bachelor latest education so that they have the ability to perform the job well. Finally, the respondents in the dominance of the civil service civilian who has a service life 11-20 years, these conditions explain that respondents have enough experience to do the job.
Result Analysis of Structural Equation Modeling (SEM)
The results of the test path diagram of a structural model full model in the model, which is used as a basis for comparison of the suitability index models with cut-off value, subsequent to the Modification Indices. The table below is the result of the final model analysis showed that the overall model fit indices obtained have shown a good model fit indices marginally, chi-square, Probability, RMSEA, GFI, TLI and CFI can provide support for the good of the model. Thus the proposed research model as a whole based on the theory can be accepted (supported by empirical data in the field) so the result is fit ,then the model can already be said to be good or the development of conceptual models and theoretical hypotheses can be said to be supported by empirical data.
Leadership has a positive and significant effect on employee job satisfaction Calculation result of the critical ratio (CR) of t-statistic larger than t- Each organization has its intended purpose and that purpose by leaders perform a variety of ways to influence his followers into organizational goals achievement. The findings of this study support the findings of previous investigators, that leadership is a significant and positive effect on employee job satisfaction (Suryana et al., 2009; Omar, WW, 2013; Belias, & Koustelios, 2014; Indra Hidayatullah, 2014) .
Leadership has a positive and significant impact on employee performance
Calculation result of the critical ratio critical ratio (CR) or t-statistic is smaller than t-table (-1.173 < 1.96) and the probability value (p) is greater than 0.05 (0.241 < 0.05), indicating that the two variables do not have a significant causal relationship. Under the leadership path coefficient that gives a negative influence and not significant to employee performance, marked by the path coefficient of -0.061. Leadership and no significant negative effect on the performance of employees in the regional work units at Maros district government can be proved. These results explain that the low ability of leaders in carrying out its duties and functions result in a lower performance of employees.
The results support the findings of Putu Sunarcaya (2008) that the leadership was not significant influence on employee performance, then denied the findings of other researchers that leadership has a positive effect on employee performance (Thoyib, A., 2005; Nur Azlina, 2007; Kistoyo 2008; Handri Wahyuni 2008; Sukardi, 2009; Suryana et al., 2009; Abbas & Yaqoob, 2009; Twelve, J, 2013) .
Organizational culture has a positive and significant effect on employee job satisfaction Based on the critical ratio critical ratio (CR) or t-statistic is greater than t-table (2.147 <1.96) and the probability values (p) less than 0.05 (0.032 > 0.05), indicating that both variables have a significant causal relationship. Based on that path coefficients Work Culture have a positive influence on job satisfaction of employees, marked with the path coefficient of 0.162.
These results explain that there are significant positive and significant correlation between organizational culture and job satisfaction of employees so that it can be stated that organizational culture contribute significantly to increased employee satisfaction. The findings of this study support the findings of other researchers, that the organizational culture has a positive and significant effect on job satisfaction (Soedjono, 2005; Abdullah, 2006) .
Organizational culture positive and significant impact on employee performance
The results for the calculation of the critical ratio (CR) or t-statistic is smaller than t-table (0.321 <1.96) and the probability value (p) is greater than 0.05 (0.748 > 0.05), indicating that the two variables do not have a significant causal relationship. The path coefficients of the organizational cultures have a positive on the performance, marked by the path coefficient of 0.321.
Organizational culture has a positive but not significant effect on employee performance, so it can be stated that organizational culture does not make a significant contribution in improving employee performance. The results of this study differs from other research findings that organizational culture has a significant effect on employee performance (Ma'rifah, D., 2004; Thoyib, A., 2005; Soedjono, 2005; Abdullah, 2006; Tjahjono, BN, 2006) .
Motivation of positive and significant effect on employee job satisfaction.
The result of the calculation of the critical ratio (CR) or t-statistic is greater than t-table (5.558> 1.96) and the probability value (p) is smaller than 0.05 (0.000 <0.05), indicating that both variables have a causal relationship significant. The work motivation has a positive and significant effect on job satisfaction, characterized by the path coefficient of 0.391.
Work motivation positive and significant impact on job satisfaction of employees, employees have a high motivation in performing their duties so as to provide a real impact on the increase in employee satisfaction. These findings support the results of previous research studies, that motivation positive and significant impact on job satisfaction (Suryana et al. 2009; Arifin et al., 2015; Juniantara & Riana, 2016) .
Work motivation has a positive and significant effect on employee performance
The value of critical ratio (CR) or t-statistic larger than t-table (5.293> 1.96) and the probability value (p) is smaller than 0.05 (0.000 < 0.05), indicating that both variables have a significant causal relationship. Based on the results of path coefficient it can be stated that the motivation of making a positive impact on performance, marked by the path coefficient of 0.352.
Work motivation positive and significant impact on the creation of employee performance, that high employee motivation and employee well demonstrated significant effect on employee performance improvement. The study findings support the results of previous research studies, that motivation has a positive effect on employee performance (Ma'rifah, D., 2004; Tjahjono, BN, 2006; Faith S., 2007; Nur Azlina, 2007; Putu Sunarcaya 2008; Handri Wahyuni 2008; Sukardi, 2009; Suryana et al., 2009; Prihantoro, A., 2012; Juniantara & Riana, 2016; Murgianto et al.,2016) .
Job satisfaction has a positive and significant effect on employee performance
Calculation of the critical ratio (CR) or t-statistic larger than t-table (7.158> 1.96) and the probability values (p) less than 0.05 (0.000 <0.05), indicating that both variables have a significant causal relationship. Based on the path coefficient value can be stated that job satisfaction have a positive influence on employee performance marked the path coefficient of 0.524. Job satisfaction and significant positive effect on employee performance, that if an employee is satisfied with his work, its performance will increase. This study supports the findings of previous investigators, that job satisfaction is positive and significant effect on employee performance (Jati, SP, & Darmawan, D., 2005; Abdullah, 2006; Syaiin, S., 2008; Suryana et al.,2009; Asteria Putri & Latrini, 2013; Arifin et al., 2015; Juniantara & Riana,2016) .
Leadership has a positive and significant impact on performance through employee satisfaction
The hypothesis testing showed that leadership has a positive effect on performance through employee satisfaction declared rejected or not supported by empirical facts, that based on the results of the calculation of the path coefficients indicate that the two variables do not have a significant causal relationship. Based on the path coefficient value can be stated that the leadership does not give effect to the performance of employees through employee satisfaction with the path coefficient value of 0.077.
A significant difference between leadership and employee performance through job satisfaction cannot be proved. These results illustrate that a leader must understand exactly what should be done so that the impact on the creation of employee performance. The study's findings differ from previous research findings, that leadership is positive and significant impact on the extra role performance through job satisfaction (Yun, S. et al., 2007; Omar, WW, 2013) .
Organizational culture positive and significant impact on performance through employee satisfaction
Following the hypothesis which states that the organizational culture has a positive and significant effect on performance through employee satisfaction declared is rejected or not supported by empirical facts. Based on the calculation coefficient lines provide evidence that the two variables do not have a significant causal relationship. Path coefficient value of organizational culture does not have a significant influence on employee performance through job satisfaction as evidenced by the path coefficient value of 0.085.
Organizational culture was not significant effect on employee satisfaction, so that the hypothesis be rejected or not supported by empirical facts. These results illustrate that organizational culture does not contribute in enhancing performance through job satisfaction. The result of this study differs from previous research findings, that organizational cultures significantly influence organizational performance through satisfaction (Soedjono, 2005) .
Work motivation positive effect on performance through employee satisfaction Work motivation has a positive effect on performance through employee satisfaction, the hypothesis is rejected or otherwise not supported by empirical data. Based on the path coefficient value can be explained that motivation had a positive influence, but no significant effect on the performance of employees through job satisfaction as evidenced by the path coefficient value of 0.245. These results support the findings of previous studies, that job satisfaction act as a mediating variable in analyzing the effect of work motivation on performance (Murgianto et al., 2016) .
Conclusions and recommendations
The process of leadership that is run leader proved to have a positive influence and significant to increase job satisfaction, that a leader must be able to influence their followers towards the achievement of the goal, but on the other side of leadership gives a negative influence and no significant effect on improving the performance of employees, that that low ability of leaders in carrying out its duties and functions result in a lower performance of employees. Cultural organizations contribute significantly to increased employee satisfaction, but in generating high employee performance proved that organizational culture is not able to make a significant contribution in improving employee performance.
Work motivation and a real positive effect in raising employee satisfaction, employees have a high motivation in performing their duties so as to provide a real impact on the increase in employee satisfaction. The same fact also explains that motivation positive and significant impact on the creation of employee performance, high motivation and employee well demonstrated significant effect on employee performance improvement. Job satisfaction and significant positive effect on employee performance, that if an employee is satisfied with his work, the performance of the display will increase.
A leader must understand exactly what should be done so that the impact on the creation of employee performance. In the execution of the instruction, consultation, participation and delegations gave no significant effect on employee performance in carrying out its work through job satisfaction.
Organizational culture does not contribute in improving the performance of employees through job satisfaction. Employees who got the attention to the final outcome of work and obedience work, innovation, detail / accuracy in work, results orientation, employee morale and aggressiveness, satisfaction and consistently not been able to improve the performance of employment. Work motivation had a positive influence, but no significant effect on the performance of employees through job satisfaction. Implementation of their career path, a pleasant working environment, and their motivation for satisfaction (reward), responsibility, and self-development will encourage employees to improve their performance.
Improving the quality of services performed by employees can be done continuously provide opportunities and greater opportunities for all employees to follow the development of knowledge through higher education.
Creation of job satisfaction and employee performance can be achieved through efforts of leaders to remain reward or appreciation to employees who excel through salaries and wages according to the workload, social security administration, interpersonal rewards and opportunities for promotion.
